This study is aimed at the examination of the relationship of workplace spirituality and organizational citizenship behavior with the roles of organizational identification and perceived organizational supports as moderating variables. This study uses affective events theory to explain that workplace sprituality produces positive affective and then encourages organizational citizenship behavior. Meanwhile, the roles of organizational identification and perceived organizational supports that relationship based on social identity theory and social exchange theory subsequently. This study conducts survey methods and purposive sampling methods in collecting primary data from respondents working in local government institusions, then the primary data is processed with moderated regression model. The result reveals that workplace spirituality positively affected organizational citizenship behavior. But, organizational identification and perceived organizational support are significant, but have not moderated the relationship of workplace spirituality and organizational citizenship behavior. This study suggests that the measurement of organizational identification also has to consist of pride or emotional attatchment to organizations. Meanwhile, the measurement of perceived organizational supports has to insert dimensions of procedural justice and supervisor support, not only dimensions of rewards and employee's well-being. In addition, dispositional factors could be more influential to be a moderating variable on that relationship. In conclusion, creating the climate of workplace spirituality and having employees' trust to their organization are more critical to increase organizational citizenship behavior, especially in local, public organizations.
Introduction
Workplace spirituality was called employees experience in the workplace (Meezenbroek, et al., 2012; Porshariati, et al, 2014) . When employees can express their desire for caring and having compassion to others, experiencing inner consciousness in the pursuit of meaningful work and that enables transcendence, so it can be said that the employees have a positive experience while in the workplace. This will make the employees work with pleasure and even do other positive things that exceed their obligations (job description) in the workplace (F. Kazemipour, et al., 2012) . Hence, studies reveal that workplace spirituality benefits an increasing of organizational citizenship behavior.
In fact, the previous studies have shown varied results on the relationship of workplace spirituality and organizational citizenship behavior. Other previous studies state that workplace spirituality negatively affects on organizational citizenship behavior (F. Kazemipour, et al., 2012; Nasurdin, et al., 2013) . In particular, dimension of sense of community on workplace spirituality has positive influence on organizational citizenship behavior organizational citizenship behavior (Milliman, et al, 2003) , but another study
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demontrates that workplace spirituality has not significantly affected on organizational citizenship behavior (F. Kazemipour, et al., 2012) .
This study argues that organizational factors or dispositional factors enable to control the relationship of workplace spirituality and organizational citizenship behavior. This study proposes perceived organizational support and organizational identification as moderating variables. This study perceives that when individuals experience organizational support, it enhances positive feeling and, at the end, it will strengthen the relationship of workplace spirituality and organizational citizenship behavior. Also based on social identity theory, when an individual feels they have similarity with an organization, it raises positive affectivity, and hence, this feeling improves the degree of the relationship of workplace spirituality and organizational citizenship behavior.
Hypotheses Development

The Influence of Workplace Spirituality On Organizational Citizenship Behavior
The influence of workplace spirituality on organizational citizenship behavior can be explained based on Affective Event Theory (AET). According to AET, an event is a proxy that causes affective reactions (Weiss & Cropanzano, 1996) . When employees can express their desire for caring and having compassion to others, experiencing inner consciousness in the pursuit of meaningful work, that enables transcendence, so it can be said that the employees have a positive experience while in the workplace. This positive experience will make the employees work with pleasure and even do other positive things that exceed their obligations (job description) in the workplace (F. Kazemipour, et al., 2012) . Here, individuals experiencing spirituality in workplace voluntarily increase organizational citizenship behavior.
H1: Workplace spirituality affects organizational citizenship behavior positively.
Organizational Identification Moderates The Influence of Workplace Spirituality on Organizational Citizenship Behavior
Organizational identification occurs when employees perceive oneness with their employing organization (He & Brown, 2013) . Based on social identity theory, when employees identify their self toan organization, they have a positive attitude to their organization. Since, employees who identify their self to an organization consider the welfare of organization as a priority, they will be more likely to work in accordance with the goal of the organization Duncan, Pontes, & Griffiths, 2014). Then, high organizational identification will strengthen the influence of workplace spirituality on organizational citizenship behavior H2:
Organizational identification moderates affect workplace spirituality on organizational citizenship behavior. The higher organizational identification, the stronger positive affects workplace spirituality on organizational citizenship behavior.
Perceived Organizational Support Moderates The Influence of Workplace Spirituality On Organizational Citizenship Behavior
Perceived organizational support is that employees perceive that the organization support and care for their well-being (Chinomona, 2011; Chênevert, et al., 2014) . Organizational support enables a raise individual positive behavior in the workplace (Chinomona, 2011) . The employee with high perceived organizational support experience higher job involvement and relate to others as required by the job (Kahn, 1990 in Mishra, 2013 . Then, based on Page15 social exchange theory, individuals tend to increase their willingness to do extra-role behavior for organizational purposes. Hence, the higher perceived organizational support will strengthen the influence of workplace spirituality on organizational citizenship behavior.
H3:
Perceived organizational support moderates affect workplace spirituality on organizational citizenship behavior. The higher perceived organizational support, the stronger positive affects workplace spirituality on organizational citizenship behavior.
Research Method
Population in this study is the employees who work in local government institutions. The criteria of respondents is who have worked at least two years. Workplace spirituality use 22 items (Petchsawang & Duchon, 2009 ). Organizational citizenship behavior uses 18 items (Organ & Ryan, 1995) . Organizational identification uses 6 items (Mael & Ashforth, 1992) . Perceived organizational support uses 8 items (Eisenberger, 1986) . The collected data is tested by moderated regression analysis. 
The Results
Discussion
Hypothesis 1 is supported significantly. Workplace spirituality can encourage transcendence experience of employees through work processes anda sense of connectedness with others that can bring happiness (Petchsawang & Duchon, 2009 ). The employee who has spirituality in the workplace can be said to have a purposethat is greater than themselves, therefore they will play a role and contribute more to others of the wider community (Mitroff & Denton, 1999; Ashmos & Duchon, 2000 , in Chinomona, 2011 . Moreover, spirituality in the workplace makes employees more likely to carry their entire self (physically, mentally, emotionally, and spiritually) at work, so they can have more commitment in working, responsible in helping achieve the objectives of the organization and even do other positive things that go beyond what is intheir job description (F. Kazemipour, et al., 2012 ).
Hypothesis 2 is not supported. It means that organizational identification has no role as a moderating variable on the the effect of workplace spirituality on organizational citizenship behavior. The employees have not shown high emotional attachment to local government institutions. Second, this suggested that membership in an organization is either voluntary or defined, but social identity is a personal choice as results of their attitude towards their organization (Lewin, 1997 in Goodman, 2002 . Group members tend to identify themselves with their group (organization), when the group (organization) has a high profile, which contributes to high self-esteem (Cialdini, et al, 1976; Ellemers, et al, 1988 in Goodman, 2002 . In fact, local government institutions might not have contributed to improving selfesteem of the members. Hence, it can result that the employees do not identify themselves to local governments instituions.
Hypothesis 3 also is not supported. It means that perceived organizational support as moderator has no effect on the relationship of workplace spirituality on organizational citizenship behavior. Based on organizational support theory, fairness, supervisor support, and organizational rewards and job conditions are stated enabling to increase perceived organizational support (Eisenberger et al., 1986 in Rhoades & Eisenberger, 2002 . However, this study only uses organizational rewards and job conditions (Eisenberger et al., 2002 in Purbo, 2015 , which are less powerful than procedural justice and supervisor support to produce perceived organizational supports (Rhoades & Eisenberger, 2002) .
Second, theories of organizational support theories (Eisenberger et al, 1986; Shore & Shore, 1995 in Rhoades & Eisenberger, 2002 focused on organizational actions, without considering the influence of individual personality (emotional responses) on organizational supports (Watson & Clark, 1984 in Rhoades & Eisenberger, 2002 . Employees with negative attitude to their organizations will have negative perception towards supportive organizational treatments.
The result of this study bring some practical implication, especially for public organizations. First, creating the atmosphere of sprituality in the workplace and having employees positive attitude to organizations are critical to encourage positive extra-role behavior, instead of relying on supplying supportive organizational actions. Second, employees trust to organizations is also very important to create organizational citizenship behavior. Third, the use of factors perceived be more influential for perceived organizational supports has to be main consideration for the relevant study. Finally, since organizational identification and perceived organizational supports have not successfully acted as moderating variables, this study propose that dispositional factors, such as personality or traits, could be more effective to influence the relationship of workplace spirituality and organizational citizenship
